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FIVE REASONS WHY 


The Personnel 


now called FIRST hundreds employers when 
they need capable, full-time personnel. 


OUR SERVICE COSTS NOTHING UNLESS YOU HIRE. 
Newspaper space costs the same whether you are success- 
ful not. 


OUR PLACEMENT FEE LESS than the cost the 
newspaper space required locate suitable person. 


TRIAL PERIOD ALLOWED EACH PERSON 
HIRED. make free replacement when necessary. 
person hired through the newspapers unsatisfactory, 
you usually have start all over again. 


MORE CONVENIENT. You simply indicate your 
requirements, and arrange worthwhile interviews. This 


eliminates fruitless telephone calls and reduces interview- 
ing time. 


YOU OFTEN LOCATE BETTER CALIBRE 
service was planned more con- 
venient and less expensive than newspaper advertising. 
However, have been pleased hear from many em- 
ployers that usually they are also able locate more 
capable employees through us. 


SINCE THE EASY WAY LESS EXPENSIVE THAN THE 
HARD WAY, wonder hundreds employers call first. 


you are not among them, certainly would like assist you. 
Simply call 4-0771 2-7285. 


The Personnel 


AVENUE ROAD, TORONTO, WA. 4-0771 
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anyone 
smoking 


your 


Ever have the problem 
cigarettes from the 

plant cafeteria? 

orkpeople “send the 

unusual operation 

smoking isn’t costing 

something. 

Yet it’s easily controlled 

problem. doesn’t cost 

you nickel have 

experienced 

operator take the whole 

off your hands. will 

cigarette machine and 

keep the machine stocked 

and serviced with trouble 

you all. 

Certainly worth looking into. 

Call the and 

we'll see you get all 

the information you need. 


4-6404 


TORONTO, ONTARIO. 
LIMITED 
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Editorials 


Professor Curtis Journal 
Editorial Board 


Kingston St. Lawrence Personnel 
Association (Box 210, Kingston, Ont.) 
has appointed Professor Curtis 
the Industrial Relations Department 
Queen’s University their editorial 
representative the Personnel Journal 
editorial board. 


Professor Curtis has been interested 
the Journal since its inception and 
his position the university ideal 
for the purpose bringing material 
which might interest Journal 
readers. frequently acts chair- 
man conciliation and arbitration 
boards well. 


(Don) Guthrie writes: “If 
members other associations should 
Kingston meeting nights which 
normally are the third Wednesday 
each month, would very pleased 
have them visit us. meeting loca- 
tions change from time time 
Clarke, Allan Don Guthrie.” 


Don adds: “Our rating the Jan- 
uary Journal: GOOD”. 


Are The People Taking Over? 


the meetings the conference com- 
mittee who are planning the 15th An- 
nual Personnel Association Toronto 
Conference. 


one these meetings recently 
the group was discussing speakers 
the conference theme “effective com- 
munication”. The name one con- 
sultant large American company’s 
Employee Communication and Group 
Relations Department was mentioned 
possible speaker. once there 
were objections from couple the 
committee who said: “He one 


those guys who thinks employee re- 
lations should come under public re- 

was reading recently Amer- 
ican publication that there growing 
tendency combine public and em- 
structure. 

this really tendency, and is, 
are employee relations men going 
oppose it? 

May have some comments? 


U.S. Personnel Associations 
Form National Organization 
The American Society for Personnel 
Administration, whose headquarters 
P.O. Box 1413, Milwaukee Wiscon- 
sin, running parallel course that 
the Canadian associations who are 
seeking organize nationally. 


Last year they founded bi-monthly 
publication called The Personnel Ad- 
ministrator. editorial the Feb- 
ruary, 1957 issue the publication 
says: 

“The rapidly growing list local 
personnel associations 
over the nation which the same 
time are afhliate members ASPA, 
strengthening the objective each 
association furthering the profes- 
sion personnel and industrial rela- 
tions administration nationally.” 


They then list the seven affiliated 
local chapters. These comprise the 
major cities such New York, Kansas 
City, Philadelphia, Chicago, Minne- 
apolis, Cincinnati. 

Steps are being taken have each 
local chapter designate “its own as- 
sociate editor The Personnel Ad- 
ministrator who, hoped, will work 
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GOOD FOOD 


PAYS DIVIDENDS INDUSTRY 
AND INSTITUTIONS 


Walker Avenue 


Montreal 


Good, nourishing, balanced meals, pre- 
pared and served pleasing hygenic 
surroundings provides the energy and 
alertness demanded modern business. 


Industrial Food Services experienced 
the business mass feeding. They 
buy skillfully and reduce 
advise and plan kitchen and dining room 
installations and provide low cost 
menus with high energy value, planned 
qualified dietitian and prepared 
and served highly skilled personnel. 


Enquire Today, Without Obligation 


INDUSTRIAL FOOD 
SERVICES 


DIVISION CANADIAN FOOD PRODUCTS SALES LIMITED 


Toronto, Ontario 


Ottawa Hamilton London Windsor Winnipeg 


Calgary 


Edmonton Vancouver 


\\ 


DATES 


Mark your calendar: 
13th Annual Conference, Personnel 
Association Greater Winnipeg. 
Fort Garry Hotel, Winnipeg, Mar. 
22. 
* 


April 4-5, 1957, 15th Annual Con- 
ference, Personnel Association 
Toronto, Royal York Hotel, Toronto. 


September and 12, 1957, the Mc- 
Gill Industrial Relations Centre An- 


nual Conference. 
* 


September and 14, the Trans- 
Canada Personnel Conference, Ritz 
Carlton Hotel, Montreal. 


close collaboration with the editor 
order provide voice for news 
current activities and events the 
chapter, and provide written articles 
professional nature for publica- 
tion.” 

Canada are further advanced 
some respects: our publication 
its fourth year and have associa- 
tions which meet Trans-Canada 
Personnel Conference. However, they 
have central organization—some- 
thing are still working on. 


Supervisory Training 

service supervisory training 
now offered without charge the 
Ontario Department Education 
co-operation with Canadian Vocational 
Training (Department Labour) 
Ottawa. 

The two services available are: 

Training course for supervisors, 
each five phases Supervisory 
Training which can conducted 
your own leaders or, desired, 
officer the Department. Each course 
designed for from parti- 
cipants five two-hour sessions. These 
courses come under the headings, Job 
Instruction Training, Job Relations 
Training, Job Methods Training, Job 
Safety Training, Job Leadership Train- 


ing. 


training course for Conference 
Leaders conducted officer the 
Department. The number partici- 
pants this course from 10; 
forty hour (one week) course. 

Inquiries should addressed 
Regional Director, Department Edu- 
cation, Parliament Buildings, Toronto. 


Effective Communication 

The response personnel and man- 
agement people generally throughout 
Canada the invitation attend the 
Personnel Association Toronto 15th 
Annual Conference new 
records. 

This due number factors, 
one them being the tremendous job 
that has been done publicizing the 
conference, another the fact that 
the product questionnaire asking 
personnel people what they wanted 
have the conference. 

Peter Bruckner said recently 
Fortune: “As soon you move one 
step from the bottom, your effec- 
tiveness depends your ability 
reach others through the spoken 
written word. This ability express 
oneself perhaps the most important 
all skills man can possess”. 

Harold Smiddy General Electric 
says great deal could accomplish- 
would consider communica- 
tion the light the simple formula: 
“Talk the guy”. But the guy has be- 
come number diverse publics and 
you often have reach him through 
intermediaries. 

The complexity modern industrial 
relations communication shown 
the PAT conference program which 
will cover such topics as: 


Communicating Industrial Econom- 
ics Labour 

The Art Communication 

Face Face Communication 

How Conduct Appraisal Inter- 
views 

Situation 

Upward Communication. 
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SECRETARIES 


and other responsible female staff. 


Personnelle Placement Service will assist you by— 


Selecting only suitable applicants from our current files for 
interviews with your company representative. 


Advertising for you experience has proven that are able 
advertise more effectively than employers. 


Supplying consulting service special situations. 


Whenever quality counts contact 


Personnelle Placement Service 


1164 BAY STREET, TORONTO 
(formerly Avenue Rd.) 


MRS. BETTY SMITH, Manager 


gives promise being very 
instructive conference usual but with 
new light touches such “Club PAT” 


and other forms entertainment. 


Winnipeg's Thirteenth Annual 
Conference 

Winnipeg’s 13th Annual Conference 
will held March 22, 1957 
the Fort Garry Hotel. Two principal 
speakers will John Carson, vice- 
president B.C. Electric Company, and 
Jack Macmillan, director personnel, 
Canada Packers Limited. Dr. Stuart 
Martin will act moderator during 
the panel discussion, popular feature 
the 1956 conference which being 
repeated. 

Membership the Personnel As- 
sociation Greater Winnipeg now 
127, with 104 renewals and new 


members. 


Most Expect Stay 
Personnel 
When the American Management 


2-3157 


Association had its mid-winter person- 
nel conference Chicago last year, 
they made survey the ambitions 
and complaints personnel people. 


They discovered that the majority 
personnel executives expect realize 
their ultimate job goals within the per- 
sonnel field. 


Despite long hours and many 
cases inadequate recognition and sup- 
port the part top management, 
most personnel people seem like 
their chosen field and intend stay 
it. 

The commonest 
excessive overtime, lack apprecia- 
tion the personnel function the 
part top and line management. 


The American industrial and labour 
relations directors said that none 
them made less than $7500 year 
and several are earning more than 


$20,000. 
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Portable Pensions 


This phrase the concept which implies 
very much the fore 


Historical evidence shows that well 
developed pension plans were oper- 


ated Roman times. The idea 
awarding annuities worthy em- 
ployees was employed the rulers 
Europe for centuries and finally en- 
tered the public domain through its 
extension the civil and armed ser- 
vices. 


From the time the concept pen- 
sioning older employees was adopted 
private industry the last century, 
personnel managers have readily in- 
corporated 
nique and administration they have 
been devised. Indeed, the modern in- 
dustrial pension plan tribute 
the social consciousness and humani- 
tarian motives implicit modern per- 
sonnel administration. 


Nevertheless, there are still some 
major shortcomings the design 
existing pension plans and despite the 
advances which have already been 
made, there are some giant steps still 
taken. 


Our brief reference the extremely 
ning indicates that this history 
long and honourable one, but must 
admitted that although the point 
has usually been show tangible 
appreciation for service granting 
pension, the fact that nearly al- 


*Lewis G. Hall is manager of one of the 
leading group insurance offices in Canada— 
Toronto office of the Standard Life Assurance 
Co. of Edinburgh, Scotland. He has had 27 
years’ experience in the life insurance and 
pension administration field. Basil H. Spurr, 
a graduate of Sir George Williams College 
in Montreal, is Group Supervisor for the 
Standard Life Assurance Co. in Toronto. 


ways there were strings attached. 
most universally true say that the 
employee finds there are strings still 
attached his pension. 


The most serious instance the 
restriction placed the actual receipt 
pension today the fact that 
whole part the employee 
must reserve his services for the use 


‘of one employer. There new think- 


ing this aspect pension plan- 
ning. The business man 
charged with administering employee 
benefit plans will well versed the 
technical jargon used the special- 
ists this field. are about add 
another term his 
fairly safe predict that the phrase 
“Portable the concept 
which implies will shortly very 
much the fore the minds, not 
only employers but government of- 
ficials, union officials and employees. 


will readily apparent many 
readers that the term portable pen- 
sions merely handy phrase coined 
denote that the employer’s contribu- 
tion will fully vested the em- 
ployee his withdrawal 
service. Such conception first 
sight will appear some requiring 
revolution not only thinking gen- 
erally but also whole philosoph- 
ical outlook; but requires an- 
alysis the possibilities and that 
what this article sets out do. Some 
plans already provide 100% vesting 
and, although most plans not pres- 
ently this far, there has been 
general liberalization vesting condi- 


tions the past few years. The Can- 
adian Government’s attitude 
ways been encourage generous vest- 
ing and the present regulations laid 
down “The Statement Princi- 
ples and Rules Respecting Pension 
Plans” published the Department 
National Revenue are this ef- 
fect: 


(a) The rights the employees 
the benefits provided under the 
plan must stated. employee 
must have immediate vested 
right contributions made him. 
(b) The rights provided em- 
ployer contributions must vest 
the employee within determinable 
period, and particularly the at- 
tainment the employee 
age which would prejudice him 
the event severance from employ- 
ment. Therefore, vesting should 
absolute upon attaining age 50, sub- 
ject minimum period, not ex- 
ceeding years service par- 
ticipation. There must abso- 
lute vesting upon attaining option- 
retirement age, subject reas- 
onable period service partici- 
pation. 


(c) Vesting the employer bene- 
fits may conditional upon the 
employee leaving the plan his 
own contributions, may grad- 
uated stated percentage over 
period years. Vesting the 
employer’s contributions 
event death prior retirement 
optional. 


Present Vesting Practice 


typical vesting program the 
present time Canada would allow 
the employee with minimum number 
years service retain graded 
tributions the form paid 
pension and usually conditional 
the employee also purchasing 
paid pension with his own con- 
tributions. popular scale grad- 


ing allow 10% when years 
service participation have been 
completed, rising further 10% 
for each year thereafter 100% 
the end the 20th year. 


The typical union negotiated plan 
omits the graded vesting scale and in- 
stead requires full 100% vesting 
the end specified term years. 
This may years minimum 
but often calls for period 
years service. Recent articles the 
Labour Gazette have pointed out that 
pension plans Canada provided im- 
mediate full vesting use our new 
term, portable pensions. Eighteen per 
cent had vesting provision all 
and the remainder 79% had graded 
vesting scales one kind an- 
other. 


While may surmised that the 
large number pension plans which 
had little vesting would have 
been larger but for the control exer- 
cised the Department National 
Revenue, should pointed out that 
the 18% who had vesting all 
were approved the Department be- 
cause they were arrived negotia- 
tion through collective bargaining, the 
Department taking this evidence 
that the plan met the desires the 
workers well the management. 


Heretofore vesting provisions have 
been rare union negotiated pension 
plans the United States. However, 
the usually reliable “Employee Bene- 
fit Plan Review” for October, 1953 
points out that non-negotiated plans 
95% had some form vesting that 
time. The article also pointed out that 
there was wide variation the form 
which vesting could taken, that 
whether cash paid pen- 
sions. 


now necessary investigate 
the twin questions which are undoubt- 
edly forming the minds some 
readers. first may stated: 
“Is further liberalization vesting 
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conditions necessary desirable?” 
and secondly, “Is feasible proposi- 
tion?” The answers these two ques- 
tions may study the mat- 
ter from the points view the 
various parties involved. 


Benefits Employee 


The employee’s point view may 
course determined many fac- 
tors but there are two situations 
particular which will affected 
the concept portable pensions, 
largely depending question 
age. 


particular order preference 
might consider first the oft dis- 
cussed plight the middle aged man 
seeking employment perhaps 
change employment. There are 
statistics available this regard but 
seems generally understood 
that many forms employment are 
barred this group. There is, with- 
out doubt, some truth this and 
fair ask why. can as- 
sume that the prospective middle aged 
employee meets the qualifications 
the work, and fit, could quite 
well mean that the existence 
pension plan prevents him 
ing hired, and the reason this 
that the cost for pensions the 
higher ages excessive, or, alterna- 
tively, the amount pension account- 
able him would embarrasingly 
small. Since the advocates port- 
able pensions believe that this prob- 
modified, employee support 
expected this extent and, moreover 
the long standing problem this 
group citizens would last 
solved, this would reason enough 
for the urgent advocation portable 
pensions. Supplementary advantages 
devolving the employer will 
dealt with below. 


The second major situation where 
employee would benefit 
able pensions the case one 
who would otherwise end pen- 


WANT THE BEST 


FOR YOUR COFFEE 
TRY THE NEW 


COFFEE VENDING MACHINE 
the Personnel Convention 


The revolutionary machine that 
percolates coffee from 
regular ground coffee. 


also supply 
complete line the finest 
automatic dispensers you 


Serving the Major Centres 
Ontario and Quebec 


sion age with insufficient amount 
pension due changes employ- 
ment throughout his working years. 
There seems reason why any 
individual should not able 
change his employment finds 
necessary without being pen- 
alized the loss accumulated 
pension benefits. mentioned 
our first paragraph, however, this 
the main string which binds many 
uncongenial employment. 


Furthermore, the fact that the un- 
ions have been giving some consid- 
eration this angle evidence that 
the employee recognizes the situation. 
The latter day resort unions the 
advice group specialists due 
large measure the recognition that 
negotiated pensions are reality 
form deferred compensation and 
that the employer recoups consid- 
erable portion the negotiated out- 
lay virtue the fact that em- 
ployees who leave the service not 
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receive the deferred 


compensation 
bargained for. 


Perhaps may legitimate this 
point ask whether employers have 
this fact. Recent 
pension pattern the United States 
quite plain and significant 
the extent that Canadian unions are 
usually not far behind their Ameri- 
can counterparts. negotiated 
were provided are those for the 
United Autoworkers, the Rubber 
Workers America and the Pack- 
inghouse Workers. These unions have 
all announced that their demands will 
include vesting provision where none 
existed before. seems that may 
taken for granted therefore that the 
employee future going scrutin- 
ize carefully any apparent benefits 
which told will paid him 
some future time, and consequently 
will take steps guarantee the con- 
tract implied that, and when 
decides leave, his pension credited 
him will with him. 


Pros and Cons Employer 


The employer can rest assured that 
there are real advantages well 
disadvantages the concept port- 
able pensions. 


Dealing with the disadvantages first, 
appears almost obvious that there 
would added increment cost. 
Under most existing pension plans, 
was previously noted, vesting does not 
take place for some years after entry 
the plan and even then usually 
limited small percentage for the 
first few years. The effect this ar- 
rangement that advantages can 
taken turnover reduce costs; that 
is, newer and younger employees who 
are apt leave the service, cost the 
employer little since the employer’s 
premium may used credit 
against future deposits. 


Some attempts have even been made 
forecast the rate withdrawal and 


discount the premium 
ahead time much the same way 
deaths are commonly discounted. 
forecast withdrawals and this practice 
has received little support funding 
pension plans group specialists, es- 
pecially the specialist also under- 
taking responsibility for the fund’s 
solvency. 


Analysis the statistics one 
large insurance company has revealed 
that the average employer can expect 
return from withdrawals his plan 
typical anywhere from 12% 
20% the premium. The differ- 
ential reflection more the basis 
the plan written than the type 
industry personnel employed. 


The inference which may drawn 
from these statistics that portable 
pension will cost the employer any- 
where from 12% 20% more 
way premiums. 


Whether this fact the case may 
debatable and will doubt de- 
bated any union negotiator who 
becomes aware the fact. Doubt 
arises when recalled that most 
employers install pension plan 
the basis firm quotation and, 
most cases, little thought given 
withdrawals. 
Where plan negotiated with 
union this certainly the case, the 
more the plan based some 
fixed number cents per hour. 


Even this point not conceded, 
and the employer working the 
basis calculations which take with- 
drawals into account, the extra cost 
portable pensions must weighed 
against not only the humanitarian 
benefits which the outlay 
vide, but also the purely practical 
one the ability hire seasoned em- 
ployees any age. The employer 
may feel the cost well worthwhile 
who are acknowledged steady, 
conscientious and willing. 
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Encourages Mobility 


must stated that here an- 
other argument 
portable pensions which not eas- 
ily assessed the cost factor. This 
the undeniable one that pension plan 
usually installed attract employ- 
ees and retain them the service. 


may suggested that full im- 
mediate vesting quite likely en- 
courage mobility employment rath- 
than stability. Perhaps there 
some truth this conclusion and 
might almost said that full immedi- 
ate vesting the very thing the em- 
ployer should not agree to. 


The question remains, however, that 
this may more fiction than fact 
since there are statistics available 
indicate that pension plan does 
fact retain discontented worker. 
Likewise there are statistics avail- 
able support the oft-heard conten- 
tion’ that liberal vesting encourages 
withdrawals. Moreover, becom- 


ing accepted that any employee should 
able change his employment 


his election. Indeed, regards the 
vast majority unionized workers, 
movement frequently forced upon 
the employee against his will when 
layoffs occur. 


Furthermore, the employer should 
consider whether might easier 
arrange mutually satisfactory ter- 
mination employee’s services 
his pension purchased date not 
withheld. 


sum, the pros and cons from the 
employer’s view point may sum- 
marized. (1) There will 
doubted increment added cost, al- 
though whether this will newly 
acquired liability not will de- 
bated. (2) may find has ac- 
quired new manpower resource 
the older group 
sons. (3) may find that fluidity 
employment advantage well 
disadvantage and (4) may 
find that assured pensions ample 


proportions result well contented 
working force. (5) Circumvention 
further government intervention the 
private pension fund field resulting 
from pressure liberalize Old Age 
Pensions. 


Other Serious Problems 


There remain several serious prob- 
lems which fall particular cate- 
gory and are generally adminis- 
trative technical nature involving 
not only the employee and the em- 
ployer, but also the insurance com- 
pany trust company which admin- 
isters the pension plan. Insurance 
companies, course, are equipped 
maintain force any number 
small paid pensions which may 
the future. the employer has self- 
administered trust fund, however, 
will find that difficult for the trust 
fund handle paid pensions. This 
difficulty frequently side-stepped 
turning vested contributions over 
spread use portable pensions may 
see the adoption the insurance 
companies centralized chequing 
facilities, placing the employee the 
satisfactory position having deal 
with only one source for his pension 
payments, together with only one tax 
deduction. 


matter more concern that 
under most pension plans some form 
waiting period necessary before 
entry into the plan. cases where 
this waiting period several years 
duration, would avail the employee 
little carry his pension over from 
the previous employer and this were 
effected any number times, con- 
siderable number years would 
lost cumulatively. This serves point 
the fact that for portable pensions 
effective, must imply the co- 
operation both the employer and 
the employee. must require- 
ment for employer waive his 
eligibility requirements the case 
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employee coming him for- 
mer member another pension plan, 
but this may conditional the 
employee himself taking paid 
pension with his own contributions, 
unless perhaps there were extenuating 
circumstances. 


Most Difficult Single Stumbling 
Block 


Finally discussion portable 
pensions would complete without 
surveying what could the most dif- 
ficult single stumbling block the 
way its complete implementation. 
This problem centers around the ex- 
istence practice two differing 
methods funding pension plans. 


Generally the two methods are 
known the Unit Fixed Benefit 
method and the Money Purchase 
method. Most employers will fam- 
iliar with these two ways funding 
pension plan, but may well 
point out that the former the pen- 
sion fixed, that is, fixed unit 
pension purchased for each year 
service. The employee pays fixed 
amount way contributions and 
the employer varying amount, de- 
pending the attained age the 
employee from year year what- 
ever extent required complete the 
purchase the fixed unit pension. 

variation this the non-con- 
tributory type plan where the em- 
ployer agrees purchase 
amount pension per month for each 
year service. 

The Money Purchase method im- 
plies fixed contribution both the 
employee and the employer and 
varying amount pension purchas- 
depending upon the age the 
employee entry. 

Since under the Unit Benefit type 
plan the employer’s contribution 
varies with age, easy see that 
the young ages pays little, and 
sometimes nothing the case con- 
tributory plan, probably age 
35. the same time may 


paying double triple the employee 
rate the higher ages. any event, 
the result gradation contribu- 
tion the employer upwards from 
the young ages the higher. 


Under the Money Purchase type 
plan, however, the employer pays 
constant amount for all his employees 
regardless age. Under this system_ 
there would seem particular 
problem with regard 
pensions. 


Under the Unit Benefit method, 
however, the problem double edged. 
With the graded system contribu- 
tions the employer affected the 
higher cost implied hiring older 
workers, and the younger employee 
affected virtue the fact that little 
pension has been bought his behalf 
and therefore will vest little. 

not propose this article 
discuss the merits the types 
pension plans. Both types plans 
have points great merit and are 
permanent part the Canadian scene. 


However, the comment 
made that the two problems associated 
with the Unit Benefit plan regards 
portable pensions may actually 
more apparent than real when 
remembered that the one hand the 
employer would need hire very 
large number older employees 
order seriously affect his average 
age, and thus average cost, and, 
the other provident employee 
who withdrawal elects paid-up pen- 
sion instead cash does come into 
possession the full amount pen- 
sion purchased his behalf. 


this article have skated thin- 
over some the problems 
sibilities involved what seem 
the next impending development 
pension planning Canada. 
hope that doing have been 
able bring into the open some as- 
pects the problem which have hith- 
erto received scant attention from both 
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the advocates and detractors the 
portable pension idea. remains 
merely recapitulate that the essence 
portable pensions already exists 
some industry-wide pension plans 
well some individual companies; 
that with the tremendous strides taken 


further government intervention the 
pension field, the provision for the 
aged must solved 
means; and, finally, probably more 
importance than any other factor, 
essential open new manpower 
possibilities during time critical 
manpower shortages throughout the 
country. 


Bargaining and Wage Determination 


Harold Clawson* 


(1) collective bargaining effective determinant wages and 
wage levels? (2) what ways are wages affected collective 
bargaining? and (3) Some specific comments about wage 
bargaining the steel industry. 


Ever since workmen began com- 
bine attempt arrive col- 
lective agreements concerning wages 
and other working conditions, econo- 
mists have tried find some casual 
relationship between 
gaining and wage trends. There 
probably phase economics which 
has received more attention from econ- 
omists the past fifty years. 

Such studies have been renewed 
with even greater vigour the post 
World War period—a necessary re- 
assessment the light the rather 
phenomenal growth unions and col- 
lective bargaining since 1935. The 
question now is: Has collective bar- 
gaining fact increased the absolute 
relative labour share the na- 
tional income? looking for the an- 
nouncements union leaders, one 
could not help but conclude that not 
only the prime objective un- 
ions secure larger share the na- 


*Mr. Clawson is Director of Industrial Rela- 
tions, The Steel Company of Canada, Lim- 
ited. This material was used in the Person- 
nel Association of Toronto, February 12, 1957. 


tional income the form wages, 
but that fact, unions have been 
signally successful such redistribu- 
tion. other words, labour spokes- 
men have doubts that they have 
succeeded obtaining larger slice 
the gross national product “pie”. 


must confessed that the critics 
labour, both management aad 
academic circles, have inadvertently 
given some support this view 
least implied that was possible, 
the dire predictions what would 
happen the economy unions be- 
came too strong. Some these fore- 
bodings may have been quite justified 
other respects, but the fears 
undue reallocation income would 
appear have been wholly without 
foundation. 


What are the facts? Dr. Clarke 
Kerr paper delivered before the 
annual meeting the American Econ- 
omics Association 1954 listed 
contemporary economists who have 
given particular study this ques- 
tion. Nine these definitely consider- 
that the facts proved that collec- 
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tive bargaining had done nothing ‘to 
affect distributive shares national 
income; six, “with more less hesi- 
tation” thought had. Such division 
would itself seem lend credi- 
bility whatsoever, either the proud 
boasts unions the fears their 
critics. The plain fact that from 
1870 1954 the share wages 
Great Britain went from little under 
40% little over the na- 
tional income. the United States 
remained virtually unchanged from 


1929 1950. 


Canada, available data reveals 
similar result. might add that econ- 
omic research further indicates, 
quote Dr. Kerr, that “labour’s share 
income has fared better un- 
ionized industries than non-union”. 


Now, what the significance all 
these conclusions? Does mean that 
unions are unnecessary? citing 
these facts make case for the 
proposition that unions are really op- 
erating under false pretenses, and 
have real justification for their 
existence? No, that not pur- 
pose. believe that the association 
employees unions has far more 
solid and rational basis than the mere 
hope redistributing income. the 
continued existence unions were 
depend solely their ability in- 
crease their slice the “pie” the 
expense other claimants, would 
sad day for unions well dis- 
astrous for our economy. (Neverthe- 
less, many the younger union lead- 
ers act their unions could not 
survive they did not get substantial 
annual wage increases. Some their 
older colleagues could tell them that 
unionism would hang slender 
thread annual wage increases per- 
petuity were the only basis for their 
existence. 


The real implication this demon- 
stration not that unions are merely 
useless excrescences our society, 
but that the harsh facts economic 


reality the interrelationship 
wages, prices, profits, employment and 
productivity—will ultimately 


economic propaganda. The most that 
can said for collective bargaining 
this context that while may 
have been the intermediary certain 
income adjustments, was certainly 
not the cause. 


Impact Bargaining Wages 


Having thus disposed collective 
bargaining determinant the 
relative sizes the wage portion 
our national income, does follow 
that collective bargaining has im- 
pact upon think not. 


the first place, while can 
shown fairly conclusively 
long-term effect collective bargain- 
ing upon distributive income shares 
“nil”, also apparent that the 
short-term effect frequently consid- 
erable. The long-term trend lines show 
considerable fluctations during short 
periods, both upward and downward. 
number factors apparently have 
influence here. Strangely enough, 
the record shows that labour’s share 
the national income has been high- 
depression periods (1930-33) 
and recession period (1938), when 
presumably the 
position was relatively weak, than 
prosperous periods when suppos- 
strong. During wartime in- 
flation, labour’s share declined slight- 
but rose later when price control 
proved more effective than wage 
controls. 


Secondly, even the short term, 
when labour has increased its share, 
bargaining 
otherwise, has often been the ex- 
pense the wrong 
while the substantial wage increases 
the last few years had little effect 
until 1956 corporate profits 
whole (the real target the unions), 
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they have resulted substantial price 
increases broad area the econ- 
omy, with attendant hardship upon 
everyone, but particularly upon those 
with fixed dollar incomes, such 
pensioners and insurance beneficiaries. 
Perhaps the prime example has been 
the sharp decline farm net income 
the past few years, contrasted with 
not saying that this was entirely at- 
cies unions, but there are certainly 
grounds for believing that there was 
some casual connection. any event, 
here labour’s share increased the 
expense group other than the one 
would have preferred. Indeed, 
labour has been pains late 
try convince farmers that corpor- 
ation profits rather than wage increas- 
have been responsible for the de- 
cline net farm income. 


the third place, even though col- 
lective bargaining may have little ef- 
fect upon the total wage bill may 
have profound effects upon the dis- 
tribution the wage bill within the 
wage earning group. There has been 
periods when one group wage earn- 
ers has profited unduly the expense 
another group, e.g. salaried em- 
ployees. This was the case immediate- 
following the war. This disparity 
has now been 


fied. 


Another well-known area where col- 
lective bargaining has brought about 
distortions wage rates the re- 
lationship between the skilled and the 
unskilled trades. This all ancient 
history the industrial rela- 
tions field—the stubborn insistence 
unions, until recently, upon across- 
the board, cents-per-hour increases, re- 
sulting progressive deterioration 
the spread between unskilled and 
skilled. This was accentuated 
unions’ demands, some cases, 
actually higher increases the lower 
levels, e.g. the drive increase base 


rates. Employers knew this un- 
sound and they tried resist it, but 
avail. Eventually this caught 
with the unions and employers found 
that there was longer sufficient 
incentive for employees develop 
skills—with consequent contribution 
our present shortage skills. The 
industrial unions found that the crafts 
were raiding them, and also began 
have difficulty with insurgent groups 
within their ranks, witness the So- 
ciety Skilled Trades 
U.A.W. Most settlements the last 
two years have involved 
creases with the objective increas- 
ing the spread between skilled and un- 
skilled rates. 


Similar temporary distortions 
come about through collective 
gaining incentive rates. 
one the problems facing the United 
States steel industry today the high 
level incentive earnings (arising 
least from the C.W.S. program) com- 
pared with. hourly earnings for the 
skilled trades. This has resulted 
some dissatisfaction the ranks 
tradesmen and some remedial efforts 
the form incentive systems for 
maintenance and service employees. 
Some people the industry attempt 
maintain the fiction that such in- 
centive plans will increase productiv- 
ity and reduce costs. But upon 
cross examination, most them will 
admit that the increases earnings 
resulting from such incentives are 
mainly for the purpose adjusting 
newly arisen inequities comparative 
earnings. 


recent years have been able 
detect another result the impact 
collective bargaining upon wage dis- 
tribution. refer industries such 
steel, petroleum, automobiles and pulp 
and paper compared with the tex- 
tile industry and electrical manufactur- 
ing other secondary industries. 
The former group have yearly nego- 
tiated substantial increases while the 


q 


latter have gone much slower 
pace, with resulting increasing dis- 
parity wage rates between the two 
groups. Here militant collective bar- 
gaining combined with favourable eco- 
nomic circumstances has resulted 
accentuation already existing 
maldistribution. 


Now not saying that collective 
bargaining blame for the increas- 
ing differentials between wages the 
so-called depressed industries and the 
prosperous industries. But 
ing that the extent which collective 
bargaining strength applied in- 
creasing wage rates out proportion 
labour’s just share improved 
productivity (thus forcing 
creases instead price cuts) that 
same extent has contributed 
decline the purchasing power 
employees the less fortunate in- 
dustries. This has come about two 
ways—the inability such employers 
such industries pay adequate 
wages provide full employment 
owing high costs, and the deteriora- 
tion the value the wage dollar. 


And see that while collective 
bargaining may have been wholly 
ineffectual agent increasing labour’s 
share the national income, over the 
long term, has done during the 
short periods. Furthermore, can 
result and has resulted, both the 
long and the short term, some dis- 
tortions wage distribution within 
the industrial labour force. 


Now this far cry from the high 
sounding aspirations the leaders 
the union movement. When confront- 
with these hard facts such spokes- 
men often have seek refuge the 
statement: “Well, even haven’t 
been successful increasing labour’s 
share the income pie, have pre- 
vented from becoming smaller”. 
However, history shows that even 
absence unions there has been 


trend toward decline labour’s 
share. 


Furthermore, and this indeed 
ironic, mentioned earlier, ad- 
vances labour income one seg- 
ment industry have often been 
the expense other labour groups 
consumers. may ironic, but 
not surprising. The traditional union 
proposition that wage increases should 
come out profits transparently 
fallacious that almost unbeliev- 
able that should have prevailed 
long. Only little elementary arith- 
metic would show that even cor- 
porate profits were cut half, 
and that half wholly paid out 
wages, the effect labour earnings 
would relatively insignificant. But 
the effect would not insignificant 
employment. free economy, 
capital for expansion, even for main- 
tenance existing facilities, must 
come either out profits, from out- 
side investors, from borrowings. 
profits were substantially reduc- 
ed, the ability provide capital for 
expansion out profits would re- 
duced. The ability attract outside 
capital from investors borrow- 
ing would similarly impaired. 

The result over time would 
substantial reduction employment 
opportunities, certainly relative 
sense—the inability provide addi- 
tional jobs for our expanding popu- 
lation—and possibly even abso- 
lute sense. U.S. Senator Paul Douglas 
who was economist before be- 
came politician, evolved formula, 
his pre-political days, express 
what every economist has always 
known: for every increase 
wages there will reduction 
total employment—in the absence 
increases productivity and 
expanding economy. This would work 
profit, thus discouraging the em- 
prices, thus reducing demand—in 
either case resulting less employ- 
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ment. 


Here again, collective wage 
bargaining can and has had effects 
upon our economy, but means 
always the beneficial effects which 
unions would like think has. 


Wage Bargaining Steel 

And now going discuss 
wage bargaining relation the 
steel industry. any large, basic, 
and thus pattern-setting indusry, col- 
lective bargaining major determ- 
inant both the level wages and 
the distribution wages the steel 
industry. Because the largest 
company the industry, the Steel 
Company Canada falls the brunt 
such bargaining. One the dif- 
ficulties reaching bargain 
wages pattern-setting company 
that the ordinary criteria, such wage 
value, either persuading each other 
providing rationale for third 
party. Even though unions normally 
shy away from acceptance objec- 
tive criteria and formulae determ- 
inants wage rates, sometimes 
possible certain industries, work 
out understanding which 
come practical basis for arriving 
wage agreements. our case, how- 
ever, would appear impossible 
agree standards which would 
acceptable both parties. 
words Professor Wiseman, who re- 
cently did a-study entitled Wage Cri- 
for Collective Bargaining: 
“Around the bargaining table, justice, 
reason, logic, and wisdom 
words most often used; ultimately, 
bargaining power which underlies 
the agreement finally concluded”. The 
found the amount which will avoid 
strike. 


Popular Concept Steel 
Judging the comments vari- 
ous observers apparent that many 
people think merely through 
the motions bargaining and then 


give the union pretty much what 
asks for, then raise our prices and 
everybody happy but the customers. 
This notion prevalent that 
should like deal with for 
moment. 


the extent that our union em- 
ploys criteria, relies two main 
ones: parity with wage rates the 
United States steel industry, and abil- 
ity pay, our dollar profits are 
high and can grant increases 
without increasing prices. 
ably isn’t necessary relate you 
the fallacy involved the United 
States parity argument. 
ficient say that opinion, 
which can supported irrefutable 
data, the claim wholly unjustified. 
Furthermore, prevailed would 
decidedly detrimental the prog- 
ress Canada and Canadians. Those 
few companies which have accepted 
such principle are, opinion, 
doing disservice the Canadian 
economy. 


any event, the United Steelwork- 
ers have not been able persuade 
any Canadian conciliation board 
the basic steel industry the rele- 
vancy such criterion, and may 
doubted whether even the union 
officers really believe think 
that practicable. Nevertheless, 
would idle deny that American 
wage rates and other collective bar- 
gaining settlements have 
fluence ours, just the American 
influence strong other phases 
the Canadian economy. 


The other so-called criterion em- 
ployed the Union—the profits ar- 
gument—is really not criterion 
all, but merely type specious 
propaganda. Apart from the fact that 
one has ever been able define 
what, not fair profit the 
steel industry any other enterprise, 
the operation competition free 
market—and the market free and 
highly competitive steel—is ef- 


fective regulator profits. Profits 
the steel industry have not been high 
when compared with other compar- 


able industries. should point out 
that dollar profits have increased sub- 
stantially since 1952, but this was ob- 
viously essential view the $195,- 
which have invested since 
the war. fact, believe that 
can make strong case for stating 
that our profits are not high enough. 
Certainly the Canadian steel indus- 
try meet the goals expansion 
set forth the Preliminary Report 
the Gordon Royal Commission, the 
present rate profit must sustain- 
not increased. Existing deprecia- 
tion rules taxation 
whereby only the original cost rather 
than inflated replacement cost can 
charged off, makes necessary em- 
ploy portion our profits merely 
stand still. 


follows that when the union in- 
sists wage increases which outrun 
productivity increases, essential 
for our health and our growth, that 
form price increases. (It does not 
follow, course, that labour should 
the sole beneficiaries productiv- 
ity increases, proposition which 
implicit the wage policies the 
larger unions. The consumer—in the 
form price decreases—and the in- 
vestor, have least equal claims). If, 
account competitive conditions 
some form price fixing (as often 
proposed some unions) were 
unable pass least some 
our labour cost increases, would 
sad day for the members the 
United Steelworkers well for 
Canada whole—which requires 
ever-increasing supply steel meet 
the demands expanding econ- 
omy. might point out that Stelco 
now has gross investment about 
$18,105 per employee steel plants 
and equipment, coal mines, iron ore 
mines, and limestone quarries. The 


cost building integrated steel 
plant today’s prices would about 
$300 per ton about $700,000,000, 
about $50,000 per employee, 
duplicate present Hamilton 


Works. 


hope one will get the impres- 
sion that are complacent about the 
necessity for some steel price 
meet our increased labour and 
other costs. can assure you that 
are seriously concerned. believe 
good wages—this was our policy even 
before had union. But 
not believe wages high that they 
result undue hardship the rest 
the nation—in the form price in- 
creases—which also ultimately vitiate 
the real wages our own employees. 
(Present average hourly earnings 
the Canadian steel industry are exceed- 
only those the products 
petroleum and coal). 


Our concern this score has been 
reflected our bargaining policy and 
our pricing policy. our bar- 
gaining policy have attempted with 
all the logic our command keep 
our wage increases within reasonable 
limits. cannot claim that have 
been any more successful this re- 
spect than some the other major in- 
dustries. would less than candid 
did not admit that our con- 
sidered opinion, wage increases the 
past seven years have exceeded the 
figure which could justified the 
basis objective standards. our 
case the result has been governed 
honest choice what consid- 
ered the lesser two objectionable 
alternatives. Either paid out what 
did faced prolonged strike. 
There probably other industry 
where strike would have had such 
disastrous effect upon Canada’s econ- 
omy one our steel industry dur- 
ing the past few years. 


Whether have hitherto chosen 
the right road not must remain 
matter opinion. The balancing 
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two evils always odious task, and 
shall have leave you con- 
sider the fateful and heavy responsi- 
bility devolving upon the chief execu- 
tive large key enterprise such 
circumstances. does not, course, 
follow that the same decision will al- 
ways made the future. 
That depends upon the amount 
reason which prevails the councils 
our union leadership. Collective 
bargaining cannot allowed de- 
generate into system extortion. 


The results our post war wage 
settlements have been numerous steel 
price increases. These, fully rea- 
lize, have certainly not eased the 
ability our many customers sec- 
ondary industry compete home 
and abroad. Nevertheless, want 
dispel the notion, propagated un- 
ions, that such settlements didn’t cost 
anything—that blithely passed 
our wage cost increases our cus- 
tomers, with effect upon our own 
operations. fact, common with 
tised great deal moderation our 
pricing policy. The contention that all 
business men set their prices the 
basis “all that the traffic will bear” 
another one those myths that may 
provide some comfort the unions 
the application their own bargain- 
ing policies, but wholly untrue. 
anything, the record the steel in- 
dustry even more creditable than 
others this respect. Since 1939, the 
cost hour’s work Stelco has 
increased 297% (not counting in- 
creases services and raw materials) 
average prices for steel rolling mill 
products have increased 111% com- 
pared with increases 127% gen- 
eral wholesale prices and 150% 
prices for industrial raw materials. 


The oft-repeated canard unions 
that follow American prices and 
that should therefore follow Am- 
erican wages, can also shown 
wholly without foundation. The fact 


that large range our products 
have consistently increased our 
prices less over the years than our 
American counterparts have. give 
but few examples: 1934 the Can- 
adian price for cold rolled sheets was 
37% higher than the American price. 
the beginning 1956 this had 
shrunk 4%. Galvanized sheets: 
19% 214% bars, 28% 
and 3%. 


1955 when the United States steel 
wage settlement was followed 
$7.50 per ton increase steel prices, 
our own price increase averaged $4.00 
per ton. had adopted the Am- 
erican wage-price formula, 
crease would have been $6.00 per ton. 
(It also worth mentioning that 
the same year had earlier an- 
nounced modest price decrease when 
the corporation tax was reduced). 
1956, when the United States Steel 
price increase was $8.50 per ton, ours 
with approximately the same monetary 
settlement was $6.50 per ton. (In 1956 
also, our operating statement showed 
increase sales over the previous 
year nearly 20%, whereas our 
profits increased only something 


over 4%). 


sum up, have attempted 


‘show that and large, unions have 


been unable effect any substantial 
redistribution income through col- 
lective bargaining wages. the 
they have succeeded, has 
been over relatively short periods and 
the result has often been detrimental 
rather than boon society. But 
even short term dislocations our 
economic structure very often can have 
long term adverse effects. Collective 
bargaining, has often been the 
case other areas, came against 
certain apparently immutable economic 
principles, the chief which that 
“There Santa Clause”. Mere 
attempts increase the income share 
one group without concentrating 
the main objective increasing the 


total supply goods and services 
the least possible cost, are doomed 
failure the long run. inability 
refusal appreciate the inter- 
dependence all segments our 
complex economic system seems 
have been one the outstanding char- 
acteristics the policies and practices 
organized labour. 

This not say that unions should 
cease exist. They have im- 
portant role play, not only the 
economic field, but assisting the 
further development industrial de- 
mocracy. These remarks, therefore, 
are not argument against collective 
bargaining, but rather plea for 


unions, their collective bargaining, 
act more consonance with eco- 
nomic reality shed, the one 
hand, some their doubt sincerely 
held, but patently erroneous views 
economics and, the other hand, 
forswear the notion that might 
right—to learn that the public interest 
—the interests all— far more 
important than the interests any 
one group. management have 
long ago learned that lesson. Unions 
must learn also—and when they 
—and not until they do—they can 
truly become constructive force with- 
our democratic. free enterprise 
society. 


Potential Role The Controller 
Personnel Administration 


Clarence Fraser* 


Personnel administration today 
one the great and rapidly-grow- 
ing aspects the so-called manage- 
ment movement. Very broadly 
deals with people work, with 
people people, irrespective 
their work. 

aspect management, (as 
distinct from ownership) 
came identified first the pioneer 
work industrial engineers such 
Taylor and Gilbreth. Those you 
who have studied “Shop 
Management” will detect many 
the seed ideas which today are com- 
ing out full blossom, such 
things recognition individual 
differences among people, the 
idea rest pauses (popularly 
called coffee breaks), the idea 
selection and placement, the 


*Clarence H. Fraser of the Personnel Associa- 
tion of Toronto Inc. in an address to the Con- 
trollers Institute of America, Toronto Chapter, 
April 10, 1956. 


importance competent supervi- 
sion, safety, motivation and 
group morale. 


Personnel administration has been 
variously defined. offer you three 
definitions, which taken together 
give launching platform: 


code the ways organizing 
and treating individuals work, 
they will each get the greatest 
possible realization their in- 
trinsic abilities, thus attaining 
maximum efficiency for them- 
selves and their group, and 
thereby giving the enterprise 
which they are part its de- 
termining competitive advantage 
Thomas Spates, then 
President, General Foods Corp., 
New York, 1944. 


“Personnel administration that 


function management which 
deals with human resources”. 


that the primary pur- 
pose the minds those who 
develop personnel policies and 
who manage business and organi- 
zation, generally not develop 
individuals but facilitate the 
working together groups 
people toward definite ends. 
view this purpose second- 
ary point order but equally 
important that developing 
the individual, and the two to- 
gether constitute the entire legiti- 
mate purpose management 
far the personnel con- 
Chester Barnard, 
then President, New Jersey Bell 
Telephone Company. 


think can say that personnel 
administration deals with people 
mainly relation things and 
work. 


you were examine carefully 
one hundred ideas 
tures the mind any general 
management man any one day 
you would find that you could read- 
ily classify the hundred images 
under these categories things, 
work and people, and under the 
values applies each. Some 
images would focus sharply 
things physical properties such 
machines and power; some would 
focus sharply work items such 
work flow; some would focus sharp- 
people, such the physical 
condition age person. Some 
ideas would include actually focus 
values such the cost ma- 
chine; the cost work system; the 
cost worth individual. 


Ideas Combine 
making his administrative de- 
cisions the general management man 
combines number such ideas. 
When, for example, weighs the 
question buying new machine, 


thinks the machine itself; its 
cost and the work will do; wheth- 
has men who can operate it, 
whether will put some man out 
job. 


judges the situation mainly 
terms financial cost manage- 
ment may estimate the effect the 
new machine will have his 
cial break-even point. this 
control his decision can one 
source for information 
ance. Assuming has good Con- 
troller Industrial Engineer 
can put this problem him. 
the figures quoted say “buy 
buys it. 


The same possibility specialized 
advice and action applies 
decision rests whether the ma- 
chine likely soon outmoded 
better machine. that situa- 
tion can refer the problem his 
own engineers outside sources 
engineering information. 


Human Problems 


But say the problem exercising 
him not primarily cost value, 
engineering efficiency, but rests 
such questions “How will the 
men the shop feel about having 
well-known machine which 
they are accustomed replaced 
the newcomer?” “Will the intro- 
duction the new machine Shop 
upset the morale the men 
Shop who must compete pro- 
duction, safety, otherwise, 
using old machines?” whom does 
turn? 


the problem were but the in- 
troduction one new machine 
the company over 10-year interval 
the general management man might 
not find difficult answer these 
human questions. But isn’t like 
that, modern management 
there continuous change ma- 
chines, organization structure, 
manpower, materials, methods. 
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Where are the answers the human 
questions? Can they found 
any one point, even the most 
elaborate personnel department? 
submit they cannot found one 
point. 

Why this? because the hu- 
man personnel function cannot 
effectively centralized all its as- 
pects, because its very nature 
permeating function. Produc- 
tion methods and production work 
can set department divi- 
sion. can sales. can some 
aspects accounting and certainly 
finance. But personnel problems are 
where people are, spread all through 
the organization. And they are 
always non-standard. 


Centralization 


centralize your employment; you 
wish centralize your training; 
you wish put someone directly 
charge your plant cafeteria; 
you wish centralize personnel re- 
cords; you wish set someone 
bargain with the union work 
out systems wage salary pay- 
ment;—all these things can cen- 
tralized and others like them. But 
view these things them- 
selves are not personnel administra- 
tion. Generally they are aids ser- 
vices administration. 

Meeting the human needs 
people, and through people meet- 
ing the needs the business, 
achieved where the people are, 
not all. That bare state- 
ment, and perhaps too categorical. 
make emphasize the view 
effective personnel administra- 
tion any business organization, 
every management man and woman 
must work all the time, the 
central core his her responsi- 
bility, whatever that functional re- 
sponsibility may be. 

How then can any top executive, 


any other management person, 
know what his break-even point 
his human administration, and 
how can keep from going into 
the red? Frankly have all- 
inclusive answer this question. 
But the course the past fifty 
years so, during which this aspect 
management has become more 
clearly identified, certain approaches 
the question stand out. 


Human Break-even Point 


shall now present some ap- 
proaches the human break-even 
point: 

The first basic step get 
every management person pointed 
the direction first, recognizing 
those things the human adminis- 
tration field that will keep the busi- 
ness the black, and second, de- 
veloping personal feeling re- 
sponsibility for good human admin- 
istration and impelling desire 
act. 


How can this done? There are 
various roads Rome, but one 
the fastest and clearest was shown 
Tom Spates when joined the 
General Foods Corporation 
chief personnel advisory and co- 
ordinative capacity. That company 
had already sketched its general ap- 
proach and organization for good 
human administration. The next 
step was get every management 
man and woman board, and mov- 
ing the same direction. This was 
achieved providing every mem- 
ber management with draft 
policy statement matters per- 
sonnel administration 
them correct and edit it, 
were their personal policy. The 
draft went through series revi- 
sions, and was then adopted. From 
that time every member was ex- 
pected live it. 


With that steering chart not only 


paper but their hearts and 
minds the management folks were 
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able see when they were getting 
off the course. Further, any change 
introduced management, im- 
posed from other sources, could 
judged whether the company 
were gaining losing its desired 
break-even the human area. 


item, any company today can deter- 
mine where stands and where 
going its human resources. 
enterprise can safe its financial 
break-even point, its human 
break-even point, its human re- 
sources are going down hill. 


the company represent 
have very simple but comprehen- 
sive system which the state our 
human resources examined 
inventory and planning basis. Other 
enterprises have other 
systems. Through 
management people know continu- 
ously how highly developed people 
are their jobs today, and who and 
how many are capable meeting 
the demands tomorrow. 


standing company objectives and 
good attitude towards such ob- 
jectives important protect the 
break-even point all its aspects 
(and think you will agree that 
fairly safe hypothesis) then how 
know what the level under- 
and the feelings people 


One approach through em- 
ployee opinion employee attitude 
surveys, which men like Korn- 
hauser and Bergen gave early 
impetus over twenty years ago, and 
which are now increasing use. 

Another well-established 
proach through detecting and 
effecting group 
the company operations and the 
human aspect such operations 
the use various forms em- 
ployee-management meetings. 


Such activities you know lie 


beyond the realm union-manage- 
ment negotiations. They have had 
interesting history through the 
Whitely Council System the 
United Kingdom and through vari- 
ous forms employee representa- 
tion and joint production councils 
and committees North America. 


Permeating Function 


These four examples are offered 
only typical approaches the 
problem. They not take fully 
their grasp. However, there 
one distinctive feature common 
the four. They all are based the 
use participation among people 
wherever and however participation 
makes sense. This brings back 
the view personnel administra- 
tion permeating function—as 
function which every manage- 
ment person takes part and for 
which bears and shares responsi- 
bility. 

move forward fact-control 
the personnel field; and 
move forward clarifying centres 
responsibility for local personnel 
administration, and stations 
the network communication with- 
business organization structures. 
If, along, can devise 
some invention personnel admin- 
istration which 
function the break-even point 
cost accounting and industrial engin- 
eering, think shall navigat- 
ing with clearer view where 
are and where are going. 


Fact-Control 


Except the very little com- 
panies the day has gone when in- 
dividual people can known and 
dealt with man-to-man basis 
the management the company. 
More and more must deal with 
most people the basis facts 
about people, instead personal 
close acquaintance. This leads 
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consider what involved today 
fact-control applied through per- 
sonnel administration. 


The problem comes down two 
things—facts about individual people 
and facts about the company. Busi- 
ness exists meet the needs 
people for goods and services. 
doing must meet the needs 
all the partners business enter- 
prise; the needs employees; the 
needs the company and its share- 
holders; the needs the commun- 
ity. 

For internal industrial personnel 
administration, therefore, facts are 
most useful when 
clearly the needs 
members employees the com- 
pany and the needs the com- 
pany organization and institu- 
tion. these needs are known and 
met effectively, the needs share- 
holders and the needs the com- 
munity are generally met effective- 


ly. 
Rounded View Needed 


Some people tend think that 
personnel administration some- 
thing that meets the needs em- 
ployees only; others may think that 
exists meet the needs the 
company only. view, it- 
self, lopsided. Only knowing 
and meeting both sets needs can 
personnel administration its job. 


What then are the needs indi- 
viduals? There are least four 
major personal needs which all 
feel: The need for security 
protection; the need for personal 
recognition—to regarded per- 
sonally significant; the need for be- 
group; the need for achievement—or 
the using our personal talents. 

What kinds facts use 
express clearly such things secur- 
ity, recognition, belonging, and 
achievement? This part the 
puzzle. 


What are the needs the com- 
pany far the human element 
concerned? suppose broadly 
consists having team people 
its membership who can the 
job the company today; who are 
growing and developing that they 
can the job the company to- 
morrow and ten years hence; and 
perhaps above all that they are will- 
ing and anxious that job. The 
last point emphasizes the import- 
ance morale. 


Personnel Administration Centres 


Now, consider the central points 
company organizations through 
which personnel administration 
practised. 

The all-important first type 
centre that point daily associa- 
tion between the individual em- 
ployee and his her immediate 
supervisor. that point where 
you hear foreman say (as one 
foremen associates said 
the other day) have the finest 
team the organization; know 
them and they know me”. That 
the point where the needs the in- 
dividual for security, for recognition, 
for belonging, for achievement are 
made known. ‘It the point where 
the needs the company are made 
known the individual. Wherever 
there immediate supervisor 
group, any level organiza- 
tion, there the first basic centre 
for- personnel adinistration. 

Another type centre, still basic 
but fewer number, key 
points line management responsi- 
bility. There, wherever plans for 
men and manpower are laid down, 
are such personnel administrative 
centres. should think that 
many companies they are identical 
location with the principal cost 
centres used for your cost account- 
ing control network. Such line 
cials may supported and repre- 
sented general staff officials 
where required. 
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third type the more special- 
ized centre one more staff 
services personnel nature. _The 
employment centre, 
centre, the safety advisory centre, 
the medical centre, any other 
such service—these are the services 
which tend meet the needs in- 
dividuals either direct contact 
through their immediate super- 
visors. They also tend meet the 
needs the company for adequate 
trained 
manpower. 


Mutual Exchanges 


One their great services all 
members keep touch with 
work outside their company and 
bring into their companies the bene- 
fits advancements their spe- 
cialities. Likewise they carry out 
their companies experience that 
others can use. These mutual ex- 
changes and encouragements are 
made possible through personnel 
societies such the Asso- 
ciation Toronto. 


refer these various centres, 
points focus company organi- 
zation used personnel administra- 
tion for these reasons. They are not 
always clearly identified, and where 
so, confusion reigns. saw this es- 
pecially many warplants during 
the war. Second, they are the form- 
media through which manage- 
ment efforts applied throughout 
the organization. Third, they con- 
stitute the invisible network through 
which communication 
ganizations systematically main- 
tained, and which fact-control 
exercised. Collectively what done 
through them governs where you 
find the break-even point 
the companies concerned. 

you accept the thinking 
have done far personnel ad- 
ministration permeating func- 
tion, which all management 


people take part, then you may 
agree that the Controller himself 
very heavily involved personnel 
administration. Actually may 
more heavily involved than any 
called “personnel man”. 


see it, may thus in- 
volved four ways: 


small team people, viz.: those 
who report through him directly, and 
whom guides directly. 


the Administrative Head 
partments which role releases 
human energy for his work ways 
his people want. 


fact-assembly, fact-interpreting and 
fact-disseminating network, which 
feeds human information, 
formation related people those 
who need such information. 
thinking, for example, Statisti- 
cian, who under the direction 
Controller, heavily involved 
such work. 


principal staff official, act- 
ing for the Senior Executive 
shaping policy and ensuring effec- 
tive coordination through all, 
major part company operations. 
fact, have been thinking 
this point the preparation this 
paper have wondered why 
need any personnel men all 
have good controllers. Could 
that, like the Children Israel, you 
may have viewed, but have not yet 
entered fully into the Promised 
Land responsibility for personnel 
administration? 


There may tendency among 
management people look indus- 
trial personnel administration 
belonged within the four walls 
company organizations. Such 
course, not the case. 


From its earliest infancy, however, 
specially identified aspect 


modern management has been 
affected two major influences 
from without the walls industry. 
One type influence that 
government expressing itself law 
—for example students the history 
safety and accident prevention 
work industry will give full credit 
the impact Workman’s Com- 
pensation legislation. Those early 
impacts have been followed legis- 
lation expressing the public interest 
practically all aspects person- 
nel administration; wage setting, 
hours work, vacations, collective 
bargaining processes, employment, 
training, old age security measures, 
unemployment insurance, health and 
accident protection, and many other 
types economic and social gover- 
nor shock-absorber. 


The other impact been 
through the process unionism. 
This has created confusion during 
the evolution personnel adminis- 
tration. has been particularly 
noticeable the United States, 
though Canada have not been 
free from that confusion. The per- 
sonnel administration developments 
American industry the 
and 1920’s were followed the 
1930’s the impact the Wagner 
Act and what represented. That 
threw many companies off the rails. 


Some began look upon their 
personnel administration processes 
being engulfed collective bar- 
gaining. Others attempted use 
internal personnel programs fight 
off unionism. Others, without being 
thrown off stride, simply absorbed 
collective bargaining part their 
overall management relations with 
little disturbance their con- 
tinuing personnel administration. 
The situation now appears 
steadying, and think today there 
more light than heat. 


mention these outside influences 
here just point out that its very 


nature the business personnel ad- 
ministration everybody’s buiness. 
not only the business every- 
one who works company, but 
through government and unionism 
practically everyone has joined 
the game. 

Management, however, the 
quarterback function modern 
business has key spot. Its job, 
least within company organizations, 
know the signals and call the 
signals. Perhaps its peculiar respon- 
sibility know not only the score, 
but know how close the team 
winning losing the game. 


Vancouver Officers And 
Executive Board Members 

The following officers and executive 
board members are managing the 
affairs the Vancouver Chapter 
the Pacific Northwest Personnel Man- 
agement Association for the current 
year: 

President—Emerson Gennis, Person- 
nel Manager, British Columbia Pack- 
ers, Ltd., P.O. Box 939, Vancouver, 
B.C. 


First Vice-President Andre 
Boucher, Personnel Manager, Eburne 
Sawmills Division, Canadian Forest 
Products, Ltd., 9149 Hudson Street. 
Vancouver 14, B.C. 


Secretary—J. Lawrie Groundwater. 
324 West 25th, North Vancouver, B.C. 
Treasurer Murdo MacKenzie. 
Shell Oil Co., 475 Howe Street, Van- 


couver, B.C. 


Executive Board Members 
Lamb, Personnel Manager, Canadian 
Western Pipe Mills, Port Moody, 
John Lansdell, Personnel Manager. 
Vivian Diesels and Munitions, Ltd.. 
1660 Station St., Vancouver 
Peskett, Personnel Manager, 
Eaton Co. Canada, Ltd., 515 West 
Hastings St., Vancouver, B.C.; 
McGill, General Personnel 
visor, Crown-Zellerbach Canada 
1600 West 6th Ave., Vancouver, B.C. 
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How 


Buried Treasure Your Safety Program 


Mushkat* 


Imperial Mills old 
established firm which 
manufacturing cotton duck and can- 
vas since the one time, 
good share its business was the 
provision thousands yards 
sail duck for the square riggers 
which carried the fame Nova 
Scotia the far places the world. 
The square riggers have gone but 
the Yarmouth cotton mill carries 
more vigorously than ever. 
highly probable that the secret 
their success has been alert and 
progressive management. Like most 
progressive manufacturing plants, 
the safety program plays import- 
ant part the constant drive for 
top efficiency. 


first introduction Cosmos 
came about nine years ago, when 
joined the firm for the express pur- 
pose setting modern person- 
nel program. Meeting the big boss 
for the first time usually like 
trip the dentist’s office and 
fitted the picture which had built 
mind the big business 
leader, often described novels as, 
“The Captains Industry.” 


later came the conclusion that 
was almost dubious and 
sceptical about his first meeting 
meeting him. made one remark, 


*Mr. L. S. Mushkat is Personnel Manager of 
Cosmos Imperial Mills, Yarmouth, N.S. He 
delivered this address at the Safety Supervisor’s 
Conference, Nova Scotia Accident Prevention 
Association, Halifax, Nova Scotia, Oct. 31, 1956. 


parting, which stuck mind 
and has served well keep our 
basic thinking straight. like 
think that had twinkle his 
eye when said but sure 
that meant every word, when 
swimming pools!” 


This was his way impressing 
with the fact that would not 
for any fancy frills which would 
not pay their own way. some- 
times question fine judgment 
what “fancy and what 
morale builder, which will help 
bring about better worker and 
more efficient plant. 


For instance, our Company runs 
modern medical department, with 
registered nurse the job full time; 
the plant physician keeps regular 
office hours our mill medical de- 
partment four days each week and 
call other times for emer- 


gency. 


operate comfortable recrea- 
tion room and cafeteria that our 
employees can enjoy their lunch 
period 
Our insurance 
group Life, Sickness and Accident 
Insurance and Pension and Re- 
tirement Plan which based 
“Profit Sharing.” 


Cosmos employees are 
formed about any business matters 
which may interest them means 
weekly news column; this ap- 
pears one the local papers and 


the Company buys enough copies 
that one can distributed free 
each employee. 

the other hand, not 
have Company swimming pool, 
nor there any tendency give 
large donations the golf club, 
the support the town band. 
mentioned before, these things 
are matters judgment and can 
easily vary from one business an- 
other. 

This little bit background ma- 
terial offered you that you 
will understand the kind think- 
ing which goes on, where matters 
Company policy are involved. 
Even with this somewhat “hard- 
boiled” attitude, comforting 
know that our top management does 
not regard our safety program 
“fancy They consider 


simply matter good business 
cient manufacturing plant which 
there regard for safety. 


The skilled workers our mill 
are probably the Company’s greatest 
asset. Any businessman 
the money can buy spinning frame 
loom for weaving cloth, but 
you cannot take out your order book 
and have new spinner, weaver, 
loom-fixer delivered your 
door. you lose 
through accident, one these 
skilled employees, takes months 
and sometimes years training 
replace him. the meantime, the 
efficiency your business drops, 
perhaps only fraction one 
percent, but enough these losses 
are bound show your finan- 
cial statement the end the 
year. 

The history accident preven- 
tion work Cosmos goes back 
1932, least, and doubt some 
informal safety program must have 
existed long before that date. 

cannot tell you much about ac- 
cident prevention work twenty-five 


years ago. Coming into the scope 
recent history must admit that 
felt quite stupid, shortly after 
joining present firm, when the 
Superintendent said, “You better 
along the Safety Committee 
meeting.” Frankly, had never 
heard Safety Committee meet- 
ing before life. was about 
they sent meeting the 
Security Council the United Na- 
tions today. 

From that first meeting, the slov 
indoctrination with accident preven- 
tion grew and grew. 
like the sinner who gets picked 
the Salvation Army, went along 
first hear the band and collect 
the free meal ticket. Like anything 
this kind, the more you work 
and the more you become in- 
volved, the more becomes almost 
form religion. 


Ahead, Kill Yourselves 


But, unlike the heroes the Ho- 
ratio Alger books, our virtue and 
hard work was not rewarded first. 
The harder tried cut down 
the number our accidents, the 
worse the record seemed grow! 
times the situation became 
discouraging that approached the 
Superintendent and suggested that 
cut out our accident prevention 
program for year, just ex- 
periment. doubted that could 
have become much worse. were 
even tempted stick notice 
the bulletin boards reading, “Go 
ahead, you damn fools! Kill your- 
selves and see care!” 

Fortunately, the boss showed 
more wisdom than did. The ef- 
forts the Safety Committee per- 
sisted and the figures began show 
results. Our record looked its worst 
during 1951, when total thirty 
lost-time accidents almost broke the 
hearts our interested and active 
Safety Committee members. 
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possible that some new fac- 
tors the mill operation might 
have helped produce this sad total. 
For instance, our mill was starting 
build three shift operation, 
with the flurry extra business 
which came along with the Korean 


war. Still, analysis the fig- 
ures did not show any greater acci- 
dent frequency amongst the new 
employees, the third shift, than 
had amongst our senior employ- 
ees the first shift. 


Another item which might have 
affected the accident rate was the 
setting incentive piece 
work rates. Employees, when they 
first start piece work, tend ac- 
celerate their pace beyond its nor- 
mal limits. Here, the old saying, 
“More haste, less speed!” really ap- 
plies but possible that this also 
could have increased the accident 
rate temporarily. often the 
case accident prevention work 
that you can theorize about causes 
but hard make definite state- 
ments. 


The year 1951 took over the 
peak and there has been steady im- 
provement during the past few 
years. 


Improving Our Program 


will just touch very briefly 
the methods used for improving 
our safety program. There noth- 
ing very new startling here and 
essence, success seems depend 
upon plain hard work. Our Safety 
Committee meets regularly once 
month. The members consist ap- 
pointed representatives, both day 
and night shift, from each depart- 
ment and the assistant foremen 
each department are also the 
Committee. 


This means that much the re- 
sponsibility for safety work rests 
management and 
Attendance the foremen meet- 
ings keeps them indoctrinated with 


the values the safety program and 
they can take back any specific safe- 
problems their department 
heads, with whom they work very 
closely. The minutes the Safety 
Committee are read before our mon- 
thly Labour Management Commit- 
tee meeting and there the Superin- 
tendent can express his opinion 
the recommendations and make the 


Safety inspection tours the mill 
are made approximately every three 
months members the Safety 
Committee. The men appointed for 
this job, inspect some department 
other than their own and pick 
employee from the department un- 
der inspection, guide and fel- 
low-inspector. 


Posters are used and the respon- 
sibility for changing them regularly 
lies with the assistant foreman. Ac- 
cidents are written and posted 
the bulletin boards, preferably 
the same day that the accident 
takes place. These accidents are 
also written for the weekly news 
column, which was 
fore. Safety movies are shown peri- 
odically and the employees attend 
showing the end their shift. 
About one-third one-half our 
total staff turns for these safety 
movie shows, which fairly good 
percentage, considering that they 
see them their own time. 


Besides the methods mentioned 
already, devices are called 
into action when needed, providing 
that can think suitable at- 
tack the problem. The Com- 
pany likes show that inter- 
ested the employees’ safety off 
the job well the mill. Just 
before our annual vacation 
fastened special message the 
vacation pay cheques. This was 


aimed vacation time accident 
hazards and was obtained from the 
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National Safety Council nom- 
inal cost. Our employees seem 
appreciate these special thoughts 
safety and the goodwill value 
worth far more than the little effort 
and expenditure involved. 


Safe Clothing for Women 


Another special attack was work- 
out the question safe cloth- 
ing for women. Women’s clothes 
are constant problem men, both 
home and the job. you are 
not wondering about how pay 
for new dress, you are figuring out 
how keep them from getting 
tangled the mill machinery. 
The subject safe clothing for the 
girls our mill had come 
Safety meetings for years. could 
have discipline and 
threatened fire anyone who did 
not dress according the safety 
code but shy away from this 
kind discipline, possible. 
takes little more effort scheme 
some idea for getting them 
dress safely and like it, too, but 
gets better results the long run 
and avoids the turmoil which goes 
with harsh discipline. still think 
that satisfied, alert and interested 
employee produces more than dis- 
contented worker who feels that 
working for some kind “chain 
gang” outfit. 


Getting back safe clothing for 
the ladies, our Committee decided 
promote safety fashion contest. 
Proper and improper clothing was 
illustrated the bulletin boards; 
stories were written our news 
column and employees were notified 
that group safety fashion 
judges would through the mill 
without previous announcement and 
rate each the girls point 
system for the safety quality their 
apparel. certain number points 
were allotted for proper shoes, lack 
jewellery brought few more 


points and hairnets and other cloth- 
ing was worth few more points. 


The winners were receive, 
prizes, double passes one the 
local theatres. The contest could 
hardly have stirred more interest 
the Company had offered mink 
coats for prizes. The changes came 
gradually and within few weeks 
some the leaders had switched 
over sensible oxfords instead 
worn out party shoes. Slacks and 
jeans became more common than 
flowing skirts. Generally speaking 
became more fashionable 
properly dressed for work than 
wear cast off clothing, which had 
been intended for street wear. 
put the girls this basis: 
You wear your mill clothes 
party! Why wear your old par- 
clothes around the mill? This 
good example how the thinking 
group can changed the 
use propaganda and promotion, 
—or selling techniques. 


Special promotions such our 
safety fashion contest not only stir 
great deal interest and re- 
lieve the monotony, but also tend 
improve production. Famous ex- 
periments the Hawthorne Works 
the General Electric Company, 
the United States, carried out 
psychologists from Harvard, proved 
that changes this kind improved 
the morale the group. With im- 
proved morale, there great tend- 
ency for production figures in- 
crease well. This clue to- 
wards some the “Buried Treasure 
Your Safety Program” suggested 
the title. 


Changing the attitudes your 
employees towards safety one 
your long range goals. soon 
found that guarding machinery and 
removing mechanical hazards was 
only small part the battle. 
Then, realized that had 
work the “human factor” pre- 
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venting accidents. This was shown 
quite dramatically when two our 
employees, walking along aisle, 
crashed into each other, “head on”. 
Each had been rubbernecking 
different direction. The recent col- 
lision between the “Stockholm” and 
the “Andrea Doria” even more 
tragic example the cost human 
error with fifty lives and fifty mil- 
lion dollars sent the bottom the 
sea. 


all know that human attitudes 
towards safety can changed. 
During war times, you would not 
train group fighter pilots 
fear danger but during peace time, 
airline pilot trained steer 
clear any form risk. Teenagers, 
driving highpowered cars, tend 
laugh danger and the insur- 
ance figures and the accident stories 
the newspapers give the sad 
results. grow older tend 
grow wiser and our attitude to- 
changes. 


Build Safe Worker 


the same way, our safety pro- 
gram, industrial plant, aim- 
changing the attitude the 
worker towards accidents. de- 
liberately try create group 
people which the safe worker 
held high regard. stress the 
value the safe worker his firm 
well his family. weep 
bitter tears about the loss his ser- 
vices, the suffering and the loss 
wages his wife and children, 
his feeling self-respect that 
individual, not small forgotten 
cog big machine. 

Now get back the “Hidden 
our safety program. 
Each employee feels important be- 
cause someone cares about his safe- 
ty. This feeling importance 
part morale and morale key 


part top production. You can 
contrast this feeling with the atti- 
tude which must exist one the 
small industries our town. When 
asked about his skilled employees, 
this hard-boiled boss replied, “We 
can turn fellows like that under 
rock the woods any time 
need them.” You can sure that 
nobody cares about safety that 
particular firm, nor does anyone 
worry too much about efficiency, 
since his average wage rate about 
sixty cents per hour. 


Our safety record far from per- 
fect and one our Safety Com- 
mittee feels smug about our acci- 
dent record. There are many things 
our plant which should have been 
done and have not yet been tackled, 
but have seen some drastic 
changes during the past five years. 
Last year, when one our best 
mechanics lost finger tip, 
moaned more about having spoiled 
the accident record than did 
about his own suffering. not 
uncommon now, when investigating 
accident, have employee 
admit openly that his own foolish 
act, his own carelessness, caused 
the accident. 


would like mention another 
the “Buried Treasures Your 
Safety Program.” safety com- 
mittee, where union members and 
company officials work side side, 
bond common interest develops 
which often helps build mutual 
respect. inspect the 
gether, side side. travel to- 
gether the same car attend 
the annual meeting the Accident 
Prevention Association. even 
take drink together, someone 
twists our arms hard enough. 
wind knowing each other better 
and thinking little more each 
other fellow human-beings. When 
the time rolls around for annual 
union negotiations, this pays off 


dollars and cents. Some members 
our bargaining group know that 
some the people the manage- 
ment side are fellow human-beings 
and are not equipped with horns 
and cloven hooves. 


good safety program worth 
money your company. Besides 
the human values concerned, our 
Company believes that could not 
run efficient plant attention 
were paid accidents. Our skilled 
employees are our greatest asset and 
the hardest replace; makes 
sense keep them the job. 


believe that the impersonal 
nature modern factory work 


tends frustrate employee and 
make him think that nobody cares 
about him. The safety program 
builds his self-respect and makes 
him feel that the company cares 
about him individual. 


safety program builds the 
morale your workers 
bring about higher production fig- 
ures. Finally, cements bond 
between your union 
group and your management which 
makes for better understanding 
around the bargaining table during 
union negotiations. These are some 
the “Buried Treasure Your 
Safety Program.” 


Timely Remarks Manpower 


Brown* 


When met early 
there was already widespread con- 
cern with professional manpower 
problems. Since that time, this con- 
seems have become even 
more extensive. it, 
healthy development, have been 
many efforts the part the 
groups involved study the chang- 
ing character professional man- 
power supplies 
and seek practical solutions 
the problems existing appearing. 
would not practicable for 
mention all these efforts, but 
there are few which might 
refer. 


Most the professional associa- 
tions represented here today have, 


*Remarks by A. H. Brown, Deputy Minister of 
Labour, to the Advisory Committee on Profes- 
sional Manpower. 


know, been paying special attention 
these problems, either through 
special meetings the course 
their regular consideration mat- 
ters concerning their members. 
Many different educational groups 
have been asking themselves how 
they can best meet the challenge 
large increase student enrol- 
ment and the rapid changes oc- 
curring the technical needs in- 
dustry. The National Conference 
Canadian Universities will doubtless 
studying these and related ques- 
tions special meeting here 
Ottawa next month. 


Industry, too, has been making 
speical attempts find out what role 
can most usefully play meeting 
these challenges. Last spring, the 
Canadian 
tion established special Education 
and Manpower Committee study 
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the shortage engineers and other 
professional workers, and recom- 
mend possible action the C.M.A. 


More recently, conference under 
the auspices Roe Ltd. was 
held St. Andrews, N.B. discuss 
the extent the shortage science 
and engineering manpower, con- 
sider its effects and the problems 
created, and determine how busi- 
ness and industry might assist 
their solution. understand that 
there was good deal very useful 
discussion this meeting, and that 
Industrial Foundation for the 
Advancement Education was set 
that Industry might assist 
with education and other problems 
associated with producing greater 
supply trained manpower. 
have invited the Executive Director 
this Foundation the meeting 
today. 


encouraging see Industry 
well professional associations, 
educational authorities 
reacting this positive way 
these problems. This healthy 
this kind, the general reaction 
look governments carry the 


ball. 


few days ago the Prime Min- 
ister announced that the federal 
government was increasing its finan- 
cial support the universities and 
colleges Canada, and would seek 
the assistance the National Con- 
ference Canadian Universities 
distributing these funds. 


believe all agree that our re- 
sources highly trained people will 
one the keys future eco- 
nomic development. often think 
economic progress only terms 
physical resources. Today, how- 
ever, when unusually 
nical changes are occurring, the 
ability any nation take ad- 


growth and hold its own com- 
petitive world markets more de- 
pendent than ever the attention 
paid the training technical and 
professional workers. This fact, 
think, has been recognized the 
current Royal Commission Can- 
ada’s Economic Prospects which has 
devoted attention our resources 
skilled and professional man- 
power. The Department Labour 
has assisted the Royal Commission 
this aspect its work. 


This Committee, course, 
mainly concerned with professional 
keep mind the fact that many 
ways problems concerning the train- 
ing and utilization professional 
workers are closely related the 
adequacy our resources skilled 
and technical people. many 
you know, this illustrated the 
increasing number highly trained 
technical men and women who 
work close supporting roles en- 
gineers 
trained people. Shortages skilled 
and technical workers can hamper 
and probably have already done 
the proper use professional 
staff. When considering profession- 
manpower problems, therefore, 
well aware the possibility 
that some the solutions may 
found improving the supply and 
training other highly trained 
people. 


CHANNEL POWER 


Organized labour learned long since 
that communication was the channel 
that led power. Business has taken 
much longer absorb the lesson. The 
free enterprise system whole and 
free nations whole, have taken 
much too long perceive the terms 
survival—Erwin Canham, editor 
the Christian Science Monitor. 


BOOK REVIEWS 


Available from the Industrial Rela- 
tions Division the National Associa- 
tion Manufacturers, East 48th 
Street, New York 17, are the 
following publications: 


“Dealing With Employees 
dividuals”, 20-page booklet outlining 
four-point program designed im- 
prove employee relations and build 
sound foundation for co-operation and 
productivity 25c. 


“Improving 
price 50c. This booklet explores 
some the things top executives 
can improve human relations 
throughout all levels organization, 
with special emphasis 
played the supervisor the plant 
floor. 


“Your Oportunities Industry 
Skilled Craftsman”, charge, from 
the Education Department the 
N.A.M. 
booklet covers the scope, content and 
importance apprentice training, and 
cites the immediate values voca- 
tional-industrial industrial arts 
training helping youngster get 
head start skill development. 


The Quebec Answer The Problem 
Apprenticeship 


Issued the Federal Department 
Labour 

The increasing interest the subject 
apprenticeship and industrial train- 
ing has created need for up-to-date 
information current developments 
the field. assist this, the De- 
partment Labour plans publish 
series bulletins various aspects 
the subject. The first con- 
ducted the Labour Department’s In- 
formation Branch co-operation with 
the Vocational Training Branch de- 
scribes the methods use 
Province Quebec. Bulletin No. 


describes the findings study the 
apprenticeship system existence 
the Province Alberta. 


Vesting 


Vesting Employer Contributions 
Under Industrial Retirement Plans 
James Cameron, Professor In- 
dustrial Relations, Queen’s 
and Young, lecturer indus- 
trial relations, Queen’s University, pub- 
lished the Department Indus- 
Relations, Queen’s University. 
Kingston, Ontario. 


This Bulletin +14 the De- 
partment Industrial Relations 
Queen’s, established October, 1937, 
response growing demand for 
careful and impartial study em- 
ployer-employee relations Canada. 
The bulletins are designed present 
surveys existing practices Can- 
ada, contribute toward clearer 
understanding the problems issue. 
and provide better basis for the 
setting policy. 


that is, with the rights 
which termination employment. 
employee has the accrued pen- 
sion credits built his behalf 
payments made his employer. 


This study shows the extent 
vesting plans covering some half 
million employees Canadian indus- 
try and presents current views vest- 
ing. The authors take what might 
described new look vesting and 
reach certain tentative conclusions. 


The publication excellent com- 
pilation current information and 
opinion this important 
which grows importance daily 
the demand increases 
pensions. 
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Calmer Approach the Manpower Crisis 


White* 


great deal perhaps great 
deal too much currently being 
made the shortage scientific 
and technical personnel. And 
quite true that, the words the 
song, good man hard find”, 
but always was, and would 
most unfortunate permanent shifts 
approach were based tem- 
porary situation. 


the manpower crisis, would re- 
flecting the experience the oil 
industry. Ten years ago, did 
not have crude oil industry 
Canada. had only one pipe 
line any size within our borders. 
petrochemical industry. Naturally, 
lacking these phases the petro- 
leum industry, also were short 
specialists the many areas 
where these aspects the industry 
call for specialization. 


Today, while there are still some 
shortages, the industry has not only 
been able man its new divisions— 
but cope with three-fold ex- 
pansion normal business into the 
bargain. While part our man- 
power problem has been solved 
far the bulk the 
task has been accomplished re- 
training existing staff. All but one- 
fifth Imperial’s staff are 
Canadian citizens. 


not wish imply that the 
oil industry’s manpower problem 
was easily solved. very consider- 
able effort was involved. What 
wish indicate that our in- 


*Mr. White, President, Imperial Oil Limited, 
made these remarks subject vital in- 
terest to our readers, at the Sarnia Symposium, 
Oct. 29, 1956. 


dustry’s manpower problem proved 
and will those other industries. 


opinion, far more import- 
ant than the quantity educated 
manpower its quality. You can 
multiply the effectiveness 
class mind the techniques or- 
ganization, mechanization and com- 
munication, and much the new 
equipment you will see here Sar- 
nia comes under one those three 
headings. But you synthesize 
first-class mind out any number 
second-rate intellects, matter 
how highly trained well-equipped 
they are. 


This something which 
should keep mind this age 
compulsory education. Granting 
that our educational system has 
responsibility fit all youngsters 
for life, its most important product 
will still remain the intelligent, cul- 
tivated, questioning and intellectual- 
honest mind that bespeaks the 
truly educated man. That the 
kind man the community needs 
and that industry needs man not 
much taught teachable, not 
much learned capable learn- 
ing, man more aware the im- 
mensity life’s unsolved problems 
than the answers the back 
the book. 


These thoughts may not appear 
relevant explaining why 
dustrial corporation should conduct 
symposium. But one concedes 
the value education, must also 
concede its continuing nature and 
the value experiment mu- 
tual education symposium such 


this. 
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